Background: Successfully motivating and retaining health workers is critical for the effective performance of health systems. In Mozambique, a shortage of health care professionals and low levels of staff motivation in rural and remote areas pose challenges to the provision of equitable health care delivery. This study provides quantitative information on the job preferences of non-physician health professionals in Mozambique, examining how different aspects of jobs are valued and how health professionals might respond to policy options that would post them to district hospitals in rural areas. Methods: The study used a discrete choice experiment (DCE) to elicit the job preferences of non-physician health professionals. Data collection took place in four Mozambique provinces: Maputo City, Maputo Province, Sofala and Nampula. DCE questionnaires were administered to 334 non-physician health professionals with specialized or university training ('mid-level specialists' and N1 and N2 categories). In addition, questionnaires were administered to 123 N1 and N2 students to enable comparison of the results for those with work experience with those without and determine how new N1 and N2 graduates can be attracted to rural posts.
Background
Successfully motivating and retaining health workers is critical for the effective performance of health systems. In most countries, fewer health professionals work in rural and remote areas than in urban and city areas, and in low-and middle-income countries (LMICs), the inequitable distribution of health professionals is even more pronounced due to a lower absolute number of health professionals [1] . The mal-distribution of health professionals makes it difficult for people in underserved areas to access health services and consequently maintain good health. The lack of health professionals adversely affects the quality and quantity of the health care services available and undermines progress towards universal health coverage (UHC), which aims to ensure equitable access to quality health services for all [2, 3] .
Education, regulation, financial incentives and professional and personal support have been identified as being particularly important factors in the attraction and retention of health professionals to rural and underserved areas [1] . To date, a variety of strategies-quite often packages of the different factors-have been used to respond to the complex nature of the problem [2, 4] . However, more knowledge is required on the following: how different types of retention and motivation strategies work in LMIC settings, the effective mixing of strategies in specific contexts and the contextual factors most influencing intervention success [1, 2, 5] .
In Mozambique, a shortage of health care professionals and low levels of staff motivation in rural and remote areas pose challenges to the provision of equitable health care delivery [6, 7] . While the public sector health workforce has grown steadily in Mozambique from 15 339 workers in 2000 to 35 790 workers in 2011, the number of health workers per head of population remains one of the lowest in Sub-Saharan Africa (there were 64.5 doctors, nurses and midwives per 100 000 population in 2011), particularly due to a shortage of mid-range health workers, including non-physician health professionals such as nurses and midwives [8] . The shortage is further compounded by a mal-distribution of health professionals between urban and rural areas, which exacerbates equitable access to quality health care services for the rural population. In Mozambique, despite a lack of basic infrastructure in rural and underserved areas (e.g. drinking water, sanitation facilities, electricity) and limited road access during the rainy season, comprehensive strategies to encourage public sector health professionals to accept deployment to rural, underserved areas are yet to be developed [8] . Consequently, it is crucial for the government to develop strategies to motivate and retain health care professionals, particularly in rural and remote areas, where more than 70% of the population live.
The study aims to provide quantitative information on the job preferences of non-physician health professionals in Mozambique, examining how different aspects of jobs are valued and how health professionals might respond to policy options that would post them to district hospitals in rural areas. At the commencement of the study, the Medical Association of Mozambique (Associação Médica de Moçambique) had begun negotiating a package of salary improvements and benefits for relocated workers with the government of Mozambique. Because these negotiations affected work conditions for medical doctors and medical students, we chose to focus our study on the under-represented interests of non-physician health workers. University-graduate-level non-physician health professionals are currently experiencing the most rapid increase in numbers, partly due to an increase in the middle class population, who can afford higher education, and partly due to a strong motivation for higher education among public sector health professionals, for whom education is linked to career advancement [8] . In addition, the number of universities, both public and private, providing higher education opportunities for non-physician health professionals has rapidly increased in the last decade, not only in Maputo but also in the northern and central parts of the country [9] . While a previous multi-country study, which included Mozambique, examined the job preferences of female nurses working in maternal and child health (enfermeiras de saúde materno-infantil) [10] , the job preferences of graduate-level non-physician health professionals are yet to be examined in detail.
The study used a discrete choice experiment (DCE) to elicit the preferences of non-physician health professionals. DCEs are a quantitative method for eliciting preferences. The technique assumes that individual decisions about a good or service are determined by the attributes or characteristics of that good or service [11] . Respondents are asked to choose between hypothetical scenarios that are described by several attributes. The method is increasingly used in health economics as a means of considering the views of individuals when making decisions on health care planning, policy and resource allocation [12] . The use of DCE in health sector research in low-and middle-income countries remains recent and limited to certain areas, such as the motivation and retention of medical doctors and nurses [13] [14] [15] ; the relative importance of criteria for priority setting by policy makers, health administrators or those involved with HIV/AIDS interventions [16] [17] [18] ; and people's preferences for types of health care services and health care service quality [19] [20] [21] .
There has been a rapid increase in the number of studies using DCEs to investigate health workforce policy in LMIC settings. Recent literature reviews on the use of DCE in human resources for health indicate that (1) doctors or medical students were the most studied cadre; (2) while salary improvement can enhance the motivation and retention of health professionals in rural and remote areas, the provision of career development opportunities and professional and personal support can be equally important to address the issue of health professionals shortages in rural and remote areas; and (3) the relative importance of different types of non-pecuniary incentives vary according to context, type of health professional and study designs and objectives [13] [14] [15] . Knowledge gaps exist on the combination of financial and non-financial incentives that works most effectively for what group of people and in what context.
Methods

Study design
A DCE was undertaken to examine the relative importance of eight work-related attributes: place of work, monthly salary, provision of housing, access to a loan for the purchase of a house or land, access to formal education providing opportunities for promotion, opportunities for skills development, availability of equipment and medicine in health facilities and the opportunity for private practice. The study also determined the following: (1) the trade-offs between attributes (e.g. how much salary a respondent would be willing to sacrifice in order to gain improvements in other aspects of their job) and (2) the probability of job take-up as attribute levels change.
As qualitative methods have recently been recognized as a useful tool for defining attributes and levels, developing questionnaires and improving the validity of DCE studies [12, 22] , to assist in the development of relevant attributes and levels, at the commencement of the study, a number of individual interviews were undertaken with health workers to explore issues associated with working as a public sector health professional (including working conditions, incentives, job location and career development). This DCE study is part of an overarching project that will assist the Ministry of Health to develop a retention strategy for non-physician health professionals. In the first phase of the project, 122 public sector health professionals undertook a survey on their work conditions. The survey used both closed-and open-ended questions to explore what respondents valued in their work environments, and the survey results helped in identifying the key themes from which the DCE attributes and levels were established. In addition, an extensive review of published and grey literature, such as empirical studies, policy documents and government reports (both in English and Portuguese), was undertaken to determine the attributes and levels to be used in the study. Specifically, the study considered the attributes included in the recent multi-country study on the job preferences of mid-level health workers in Malawi, Mozambique and Tanzania [10] and the policy document reporting on group interviews pertaining to health workforce retention policies. Finally, several discussions with the Ministry of Health officials responsible for health workforce policy in Mozambique were held to determine the relevance of the potential attributes to the country's health system reform policy. The selection and definition of the attributes reflected the governmentlevel discussion on options for the health workforce retention policy. Independence and inter-relationships among the attributes was also considered. The final set of attributes and attribute levels is presented in Table 1 .
Hypothetical alternatives were generated from the attributes and levels and combined to create choice sets. The study used a 'forced' choice approach (i.e. respondents were asked to choose between two job profiles: job A or job B). While the inappropriate use of forced choices may result in biases in parameter estimates (e.g. individuals may be forced to select a job when, in reality, they would choose not to take either of the offered positions), there are a number of potential drawbacks of using opt-out choices in a DCE, particularly as respondents may select the opt-out option not because it provides the highest utility among the alternatives but to avoid having to make a difficult decision about the available options. In addition, allowing respondents to opt-out of making a choice provides less information on respondents' relative preferences for the attributes in the hypothetical alternatives [15] . A fractional factorial design was used to consider a manageable selection of the possible alternatives. The study used a design catalogue reproduced from Kocur et al. [23] , utilizing a 'fold over' design to create 16 choice sets. In addition, two warm-up choices were included in the questionnaire to familiarize respondents with the question design. Both orthogonality (attributes are statistically independent of one another) and level balance (attributes appear an equal number of times) in the questionnaire were ensured. The choice sets form the basis of the DCE questionnaire. The questionnaire also included a number of questions on respondent biographical information to enable the analysis of the impact of individual characteristics on the choices made. The questionnaire was prepared in English and translated into Portuguese. The translated questionnaire was back-translated to validate the translation quality. After four interviewers undertook a 2-day interview-training programme, the questionnaire was pilot-tested on 30 respondents in Maputo City.
Data collection and analysis
Data collection took place in four Mozambique provinces: Maputo City, Maputo Province, Sofala and Nampula. DCE questionnaires were administered to all N1 and N2 health professionals and 'mid-level specialists' (i.e. non-physician health professionals who have undertaken specialized training; the N1 category indicates a full university degree with a minimum of 5 years of study; the N2 category indicates a minimum of 3 years of study; the 'mid-level specialist' category indicates a minimum of 1 year of specialized training) working in central, provincial and district hospitals and in the provincial directorate at the time of the study (N = 334). The Ministry of Health, Instituto de Ciências de Saúde de Maputo (ICSM) and health professional associations were consulted about the recruitment of the study participants. In Maputo City, the city health directorate assisted in the development of a list of N1 and N2 health professionals and mid-level specialists. In the provinces outside Maputo City, the provincial health directorate provided a list of N1 and N2 health professionals and mid-level specialists for use by the study team. The N1 and N2 health professionals and mid-level specialists sampled in the study included nurses, midwives, laboratory technicians, pharmacists, psychologists and hospital administrators. In addition, questionnaires were administered to 123 N1 and N2 students so that the study could compare the results of those who have work experience with those who do not in order to determine how new N1 and N2 graduates can be attracted to work in rural posts. The Ministry of Health identified facilities that train N1 and N2 health professionals. These facilities then assisted in the compilation of a list of N1/N2 students. The field data collection team interviewed all available N1/N2 students from the list who were in the last 2 years of their study.
A team of four people, made up of one coordinator and three interviewers, was formed to undertake the questionnaire survey. The survey team received an interviewtraining session that involved a general overview of the study, a detailed review of the questionnaire, instruction on questionnaire administration and role-playing of the questionnaire. After the data collection team established a list of possible study participants, the team visited the workplace or training location indicated on the list. Selfadministered questionnaires were undertaken at the work place/training location of the respondents. The interviewers closely attended groups averaging in 10 respondents (minimum 2 and maximum 20, determined by the number of respondents in a work/training place) and comprehensively explained the choice tasks and other questions in the questionnaire. There are some cases where an individual self-administered questionnaire occurred (attended by an interviewer).
On completion of the survey of both workers and students, data were independently double-entered into files by two locally trained data capturers and checked for consistency using EpiData. The data were transferred to STATA for analysis.
Drawing on Lancaster's economic theory of value [24] , DCEs assume that individuals derive utility from the attributes of the commodity being valued and that individuals' preferences are revealed through their choices. Analysis of DCE data utilizes Random Utility Theory [25, 26] which states that while an individual knows the nature of their utility function, it cannot be observed by researchers. Consequently, the utility function is modelled as a systematic (explainable) component and a random (unexplainable) component. In this research, the systematic component, which can be estimated, was used to provide quantifiable information on the relative importance of job attributes. Given the random component, DCE response data was analysed within a probabilistic framework and the model used to predict how choices change in response to attribute changes. The random component of the utility function was assumed to follow a logistic distribution. A conditional logit model was used to analyse the choice response data. All variables, other than the salary attribute which was treated as continuous variable, were dummy coded. Both the sub-group analysis (of respondents' personal characteristics) and the entire population analysis were undertaken on the data gathered from the four provinces. It has been argued that heterogeneity in attribute weights can be accounted for by a scale effect across individuals, which may invalidate comparison of sub-groups [27, 28] . Willingness to pay (WTP) attaches a monetary value to marginal improvements in job attributes. To estimate the trade-offs that respondents are willing to make between attributes, WTP for marginal improvements in the attributes and associated confidence intervals were estimated for all attributes. WTP estimates were calculated as the ratio of the coefficient of interest to the negative of the coefficient on the salary attribute [29] .
In addition, the probability of making a particular job choice was calculated to predict uptake rates for defined rural jobs, particularly those with improved key job attributes.
To better understand the quantitative results of the analysis, discussions were held with the data collection team to determine how the key findings from the analysis related to the context where the DCE was undertaken, based on their engagement with respondents during the data collection.
The study received ethical and research approvals from the Ministry of Health in Mozambique (ComitéNacional de Bioética para Saúde).
Results
Characteristics of respondents
The survey included a total of 490 respondents: 334 non-physician health professionals with university training, 123 students who were being trained to become N1 and N2 health professionals and 33 did not specify ( Table 2 ). The sample comprised 47% male respondents and 52% female respondents. Of the respondents, 34% were 20-29 year olds, 33% were 30-39 year olds and 32% were 40 years old and above. The birthplace of the sample population was almost equally distributed with 28% born in Maputo City, 33% in a provincial capital and 33% in a district. Of the students, 32% were studying in Maputo City and 60% in other places.
Entire population analysis
In the entire population analysis (Table 3) , all attributes were statistically significant, indicating that they impact on the probability of choosing a job. All 'improved' levels of the attributes had positive coefficients, implying that they positively impact on the decision to choose a job. These results support the theoretical validity of the model. The provision of basic government housing had the greatest impact on the decision to choose a job for N1 and N2 health professionals and mid-level specialists. This result was consistent across the entire population analysis and in the sub-group analysis of health professionals and students. Across the entire study, the coefficient for working outside of Maputo (working either in a district or provincial capital), were both significant and negative, indicating that respondents prefer not to work in these places.
Sub-group analysis
Tables 4, 5 and 6 provide information on the interaction of all health workforce retention policy option coefficients with dummy variables for health professionals and students, the age group of health professionals and place of birth. Non-physician health professionals and students Table 4 shows the results for non-physician health professionals and students, using students as the excluded group. Interactions are negative for working in districts and provinces, indicating that non-physician health professionals are less likely to want to work in rural/remote areas than students. Among the non-physician health professionals, the interactions are positive for the availability of equipment and medicine at health facilities, suggesting that this group value an adequately equipped work environment more than students do. The difference between the subgroups may be influenced by the amount of experience working at public sector health facilities where a lack of equipment and medicinal stocks produces a challenging work environment for health professionals.
Age group of health professionals
Variations exist between age groups in the preferences for job attributes ( Table 5 ). The excluded group is the 20-29-year-old age group. The interaction terms are negative for the provision of basic housing among those aged 40 and above, whereas the interaction terms are negative for the provision of skills development among those 30-39 years old. The results suggest that those aged 40 and above value the provision of basic housing less than those aged 20-29 years old and those aged 30-39 value skills development opportunities less than those aged 20-29 years old. The disparity in preferences held by different age groups suggests that incentive packages should vary according to the stage of life of health professionals. Prob > chi-square 0.0000 ***P < 0.001, **P < 0.01. Place of birth Table 6 shows the results according to birthplace. The excluded group is those born in Maputo City. For those born in provincial capitals or districts, the interaction terms are positive for working in a provincial capital and/or a district capital, indicating that this group is more willing to work in rural areas than those born in Maputo City. The interaction terms are positive for the provision of formal education for those born in district locations, indicating that there is a stronger preference Prob > chi-square 0.0000 Table 6 Results from conditional logit model, including interactions with the place of birth for formal education opportunities for this group than for those born in Maputo City.
Willingness to pay
In the entire population analysis, a marginal improvement in non-financial incentive attributes increases the WTP as follows (Table 7) : Working in a district capital reduces WTP by MZM 4 890 (95% CI −6 382, −3 398), and working in provincial capital reduces WTP by MZM 1 596 (95% CI −2 579, −612).
The figures in parenthesis indicate the 95% confidence interval for the WTP estimates. As WTP is derived from the ratio of two random variables, WTP is itself a random variable. Consequently, confidence intervals were determined for WTP estimates, and the results indicate the statistical significance of the WTP estimates.
Overall WTP is calculated as the sum of the WTPs for both the positive levels and the negative levels of attributes. Individuals are more likely to accept a job if the overall WTP for a defined position is positive. For example, for a job offered in a district capital (WTP MZM −4 890), with no access to a housing loan (WTP MZM −4 623), no skills development provided (WTP MZM R −3 955) and private practice only allowed after official work hours at public facility (WTP MZM −1 284), if housing benefits are provided (WTP MZM 7 893), professional development opportunities provided (WTP MZM 7 451) and medical equipment and drugs sufficient for the provision of a basic package of health services (WTP MZM 4 953), the overall WTP for the job at the specified public facility becomes positive (WTP MZM 5 545), indicating that people would take the job (because they would ultimately be better off). The overall WTP result indicates that when the three most preferred incentives are provided (i.e. housing benefits, formal education opportunities and an adequate supply of medical equipment and drugs at a health facility), nonphysicians are likely to accept a position at the specified public health facility even if the job is in a rural area and incentives other than the three most preferred are not provided.
The WTP results for those born in district locations (i.e. rural areas) indicate that if only the two most preferred incentives are provided (i.e. provision of housing benefits and professional development opportunities), other incentives not provided and the job located in a district capital, the overall WTP for the job would be positive, and the candidate would take the job at the specified public health facility.
Uptake rates of choosing a job in rural/remote areas
The estimation of the probability of choosing a defined job confirmed that housing benefits, professional development opportunities and an adequate supply of medical equipment and drugs at a health facility are the most highly valued incentives influencing job uptake. The uptake rate for a rural job that offers the three most preferred incentives (housing benefits, professional development opportunities and an adequate supply of medical equipment and drugs at a health facility when the job is offered in a district capital with monthly salary of MZM 20 000) is predicted to be 85.6% whereas the uptake rate for a rural job that offers other incentives (a housing loan, skills development and private practice when the job is offered in a district capital with monthly salary of MZM 20 000) is estimated to be 58.6%.
Furthermore, the uptake rate of a rural job offering the three most preferred incentives is predicted to be 87.9% for those born in district locations, higher than the overall estimated uptake rate of choosing a rural job that provides the three most preferred incentives.
Discussion
The results of this study help identify priorities for the human resources for health (HRH) reforms currently on the policy agenda in Mozambique and add evidence to the literature on the job preferences of health care providers in LMIC, examining the relative importance of factors influencing health worker choices. The marginal change in the provision of basic government housing has the greatest impact on the probability of choosing a job at a public health facility, followed by the provision of formal education opportunities and the availability of equipment and medicine at the health facility. If these forms of incentives are provided, non-physician health professionals would take up the job at the specified public health facility even if it is in a rural area.
The results support current evidence by indicating that (1) non-pecuniary incentives are significant determinants in choice of job; (2) the combination of financial and nonfinancial incentives needs to be considered in order to retain health workforce in a rural, remote area; and (3) it is important to investigate the preferences of health worker Table 7 Marginal willingness to pay estimates-entire population, age group and place of birth sub-groups [11, 14, 23] . However, our study results slightly contradict a previous multi-country study, which included Mozambique, that examined job preferences for nurses and midwives and found that the provision of housing has limited impact on job choices [10] . This study was undertaken within an overarching project that aimed to develop retention strategies for nonphysician health professionals. The results of this DCE study, qualitative studies and a policy document review were all used by the study team to produce recommendations for a range of incentive packages and strategies focusing on the provision of housing benefits (including the provision of basic government housing and access to a housing loan) and professional development opportunities (including the provision of formal education, which can lead to career and skills development) with specific incentives for non-physician health professionals assigned to rural/remote areas. The project team also undertook an estimation of the resources required to implement the suggested strategies and found that the affordability of the strategies falls within the limits of the national HRH plan (2008) (2009) (2010) (2011) (2012) (2013) (2014) (2015) .
In recent times, the research community has been debating (1) the extent to which DCE can be used to advise policy-makers, given that DCEs are complex tools to design for respondents to complete and for researchers to analyse and (2) the information that DCEs can provide to policy makers and how DCE compares with alternative approaches to assist in the decision-making process [4] . Our study offers a positive example where the DCE results provided useful information to assist policy decision making, and together with the other types of research, the DCE results were used in the development of the human resource strategy.
When designing the DCE, the study team engaged in significant discussion before deciding the housing attributes for inclusion in the DCE. The team worked closely with the Ministry of Health who requested that two housing-related attributes be included in the DCE (i.e. provision of government housing and access to loan for the purchase of a house or land). The Ministry regarded both policy options to be important for the development of recruitment and retention policies for rural health professionals. The government housing attribute was described by the Ministry as 'the provision of basic housing by government for the period of the job assignment', contrasting to the position that housing is paid for by the worker. Access to a housing loan differs to the provision of housing attribute in that the government provides access to a loan for the purchase of a house or land. Given that 54.7% of the population in Mozambique lives under the poverty line, access to a loan/credit to purchase property is considered a valuable opportunity, and this value extends beyond the period of the appointment to a particular post. It is possible for both attributes to be provided as part of one job post-a particular job can provide basic government housing but can also provide access to a loan/opportunities to purchase a house in the place the incumbent is assigned, or elsewhere, or to buy a house that can better accommodate the incumbent's family.
As the results from the sub-group analysis suggest that job preferences vary according to stage of life (i.e. between age groups and level of experience as a health professional), incentive packages should also vary according to the health professional's life stage. The results indicate that an individual's work experience influences his/her preferences [14] . While salaries for health workers often vary according to level of education, the results of the sub-group analysis suggest that, in order to encourage health professionals to work in rural, remote areas, the incentive package (a combination of both financial and non-financial incentives) may need to be tailored to meet the personal and professional needs of those allocated to rural and remote positions and should vary according to the stage of life of the professionals being targeted.
In addition, as the sub-group analysis suggests that those born in provincial capitals or districts are more willing to work in rural areas than those born in Maputo City, strategies for recruiting non-clinical professionals to work in rural/remote areas should also consider birthplace. A global task force established by the World Health Organization (WHO) in 2010 to examine adverse effects of intra-country relocation of health workers released 16 evidence-based recommendations for improved retention of health workers in remote and rural areas [2, 3] , one of which was to target admission policies to enrol students with a rural background in education programmes for health disciplines. Our finding supports the direction that the international community is recommending to address the long-standing problem of encouraging health workers to work in rural and underserved areas.
For the sub-group analysis, interaction terms were estimated to determine how the effect of one independent variable on the dependent variable depends on the magnitude of another independent variable. Recent literature on DCE application in the health sector notes that only a small number of health economics DCEs include interaction terms in the analysis [12, 14] . While the use of interaction terms in health economics DCEs is an area for further exploration, preferences for attributes by respondents may depend on the level of other attributes and the inclusion of selected interactions adds value to DCE studies. On these grounds, the authors included interaction terms in the study. Separate analysis by sub-groups was undertaken (separately estimating the main effects of attributes according to sub-group using conditional logit model and conducting Wald tests for true differences) and similar results obtained.
Although statistically significant, the relative importance of the salary attribute in our study is consistently low across all models estimated. DCE studies on human resources for health indicate that non-monetary job attributes are significant determinants of individuals' job choice and can be more influential than monetary incentives [13, 30] . Our study confirms the importance of non-monetary job attributes and reveals the need to develop incentive packages with a mix of monetary and non-monetary incentives. Further research is required to determine the most effective mix of incentives to attract the target health professionals in the context in which the incentive package operates.
In addition, our results show that the private practice attribute is less important than the other non-monetary attributes when non-clinical health professionals choose rural employment. The results may have been influenced by the context of rural, underserved areas in Mozambique, where there is less demand for private practice due to the limited economic resources of and stronger preferences for traditional medicine among people living in those areas. Engagement in private practice is linked to structure and features of local markets for health services [31] . How this affects the development of human resource recruiting policies requires further exploration.
There are a number of methodological limitations in this study. Firstly, small sample sizes for some of the sub-groups may have limited the statistical power of the analysis. Secondly, the DCE questionnaire suffered inconsistent administration techniques, and while most of the DCE questionnaires were administered with close attention from interviewers, there were a number of selfadministered questionnaires that were undertaken without an interviewer present, which may have affected the level of comprehension between groups when answering the choice set questions in the questionnaire. Thirdly, while heterogeneity of the target group (i.e. N1 and N2 and mid-level specialist categories of health professionals) should have been examined using sub-group analysis, small and skewed sample sizes for the types of the health professions did not allow further statistical analysis on the health professional sub-groups. Lastly, in the WTP estimation, the salary attribute was entered as a continuous variable and a marginal rate of substitution was calculated, dividing the marginal utility of an attribute over the marginal utility of the salary attribute [15, 32] . However, respondents made choices on the levels of the salary attributes, and the non-continuous nature of the salary attribute may have limited the analysis of the WTP results.
Lastly, integration of qualitative approaches throughout the study process, including in the establishment of attributes and attribute levels and generation of the questionnaire and consultation processes to obtain a deeper understanding of the study results, is increasingly recognized as important in DCE studies [12, 33] . Consequently, the process of undertaking DCE is considered to be a mixed method approach [34, 35] . In this study, a qualitative approach was used to establish the attributes and levels and to develop deeper understanding of the quantitative results in the context in Mozambique. While DCE provides a unique opportunity to use both qualitative and quantitative approaches together in the study process, further research is required to determine how the mixed method approach can be best used to tailor DCE to particular study settings.
Conclusion
The results from the entire population analysis indicate that the provision of basic government housing has the greatest impact on the probability of choosing a job at a public health facility, followed by the provision of formal education opportunities and the availability of equipment and medicine at the health facility. If these incentives are provided, non-physician health professionals are likely to take specified jobs at public health facilities, even though the work may be located in a rural area. Additionally, the sub-group analysis suggests that job preferences vary according to stage of life and that incentive packages should consider the life stage of health professionals. Recruitment strategies for non-clinical professionals to work in rural/ remote areas should also consider birthplace as those who were born in rural/remote area are more willing to work in rural/remote locations. Despite some methodological limitations, the results of this DCE study, conducted in a short period and at a relatively low cost, have been used to formulate the incentive packages and strategies to be used when assigning non-clinician health professionals to rural/ remote areas of Mozambique.
